The impact of leadership quality, religiosity and job satisfaction on integrity among Royal Malaysian Police-a case study on JIPS by Alida, Mahmod
The copyright © of this thesis belongs to its rightful author and/or other copyright 
owner.  Copies can be accessed and downloaded for non-commercial or learning 
purposes without any charge and permission.  The thesis cannot be reproduced or 
quoted as a whole without the permission from its rightful owner.  No alteration or 
changes in format is allowed without permission from its rightful owner. 
1 
THE IMPACT OF LEADERSHIP QUALITY, RELIGIOSITY AND JOB 
SATISFACTION ON INTEGRITY AMONG ROYAL MALAYSIAN POLICE 
- A CASE STUDY ON JIPS
BY 
ALIDA BINTI MAHMOD 
Thesis submitted to Othman Yeop Abdullah Graduate School of Business, Universiti 
Utara Malaysia,  
in Partially of the Requirement for the Master of Human Resource Management 
2 
 
 
 
PERAKUAN KERJA KERTAS PENYELIDIKAN 
(Certification of Research Paper) 
 
Saya, mengaku bertandatangan, memperakukan bahawa 
(I, the undersigned, certified that) 
ALIDA BINTI MAHMOD (819474) 
 
Calon untuk Ijazah Sarjana 
(Candidate for the degree of) MASTER OF HUMAN RESOURCE MANAGEMENT 
 
Telah mengemukakan kertas projek yang bertajuk 
(has presented his/her project paper of the following title) 
 
 
THE IMPACT OF LEADERSHIP QUALITY, RELIGIOSITY AND JOB SATISFACTION ON 
INTEGRITY AMONG ROYAL MALAYSIAN POLICE - A CASE STUDY ON JIPS 
 
Seperti yang tercatat di muka surat tajuk dan kulit kertas projek 
(as it appears on the title page and front cover of the project paper) 
 
 
Bahawa kertas projek tersebut boleh diterima dari segi bentuk serta kandungan dan meliputi bidang ilmu 
dengan memuaskan. 
(that the project paper acceptable in the form and content and that a satisfactory knowledge of the field 
is covered by the project paper). 
 
 
NamaPenyelia : MADAM NORIZAN BT. HAJI AZIZAN   
(Name of Supervisor) 
 
 
Tandatangan :  _____________________________ 
(Signature) 
 
 
Tarikh :  16 AUGUST 2018 
(Date) 
 
 
 
  
4 
 
PERMISSION TO USE 
In presenting this proposal of project paper in partial fulfilment of the requirements for 
a Post Graduate Master from the Universiti Utara Malaysia (UUM).  I agree that library 
of this university may make it freely available for inspection.  I further agree that 
permission for copying this proposal of project paper in any manner, in whole or in 
part, for scholarly purposes may be granted by my supervisor(s) or in their absence, 
by the Dean of Othman Yeop Abdullah Graduate School of Business where I did my 
proposal of project paper.  It is understood that any copying or publication or use of 
this proposal of project paper parts of it for financial gain shall not be allowed without 
any permission.  It is also understood that due recognition shall be given to me and 
UUM in any scholarly used which may be made of any material in my proposal of 
project paper. 
 
Request for permission to copy or to make other use of materials in this proposal of 
project paper in whole or in part should be addressed to: 
 
Dean of Othman Yeop Abdullah Graduate School of Business 
Universiti Utara Malaysia 
06010 UUM Sintok Kedah Darul Aman 
  
5 
 
DISCLAIMER 
The author is responsible for the accuracy of all opinion, technical comment, factual 
report, data, figures, illustrations and photographs in this dissertation.  The author bears 
full responsibility for the checking whether material submitted is subject to the 
copyright or ownership right.  Universiti Utara Malaysa (UUM) does not accept any 
liability for the accuracy of such comment, report and other technical and information 
and the copyright or ownership rights claims. 
 
The author declares that this dissertation is original and his own except those 
literatures, quotations, explanations and summarization which are duly identified and 
recognized.  The author hereby granted the copyright of this dissertation to College of 
Business, Universiti Utara Malaysia (UUM) for publishing is necessary. 
 
 
 
 
 
 
 
 
 
 
 
Date: ______________________ Student Signature:  ________________________ 
  
6 
 
ABSTRACT 
 
In the face of a changing society, governments seem to keep doing things the same old 
way.  The belief that government is out of touch with people’s needs has undermined 
the public’s trust in government.  To reach the high expectations, government should 
take a proactive approach to tackle integrity problem, by fulfilling the public’s hopes 
and transform the way it does business to meet their hopes. Royal Malaysian Police 
(RMP) through its Integrity and Compliance Department (JIPS) serve in the interest 
of the society and follow the principles and good values of a democratic government.  
This study examined the relationship between leadership quality, religiosity and job 
satisfaction.  162 survey questionnaires were collected and used for data analysis in 
this study.  Analysis of the quantitative data suggests that the integrity level of JIPS, 
RMP officers is at high level which propose factors that influenced their integrity 
behaviour the most are religiosity, job satisfaction and leadership quality.  The 
presence of leadership quality, religiosity and put together with job satisfaction, are 
significantly associated with their integrity behaviour.  The results also suggest that 
the relative importance of respondents’ year of employment in predicting integrity 
behaviour differed according to the integrity areas.   
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ABSTRAK 
Tujuan utama kajian ini adalah untuk mengenal pasti tahap integriti pegawai- pegawai 
di Jabatan Integriti dan Pematuhan (JIPS) PDRM, dan faktor-faktor utama yang 
mempengaruhi tahap integriti mereka. Objektif lain dalam kajian ini termasuklah 
mengkaji hubungan antara faktor-faktor tersebut dengan tahap integriti, dan mengenal 
pasti faktor demografi yang boleh mempengaruhi tahap integriti mereka. Data 
diperoleh melalui kajian terhadap 162 responden. Analisis data kuantitatif 
mencadangkan bahawa tahap integriti pegawai-pegawai JIPS, PDRM adalah di tahap 
biasa dengan menyarankan religiositi, prestasi kerja, dan kualiti kepimpinan sebagai 
faktor utama yang mempengaruhi tahap integriti mereka. Kehadiran faktor kualiti 
kepimpinan, religiositi, prestasi kerja, dan pelan transformasi mempunyai hubung kait 
yang signifikan dengan tahap integriti mereka. Hasil kajian juga mencadangkan 
tempoh perkhidmatan responden sebagai faktor yang membezakan tahap integriti di 
antara domain-domain integriti. Kajian ini dapat membuktikan tahap integriti pegawai 
PDRM secara keseluruhan, dan hubungannya antara kualiti kepimpinan, religiositi dan 
kepuasan kerja. Sehubungan itu, kajian ini boleh diguna pakai di agensi 
penguatkuasaan lain dalam mengkaji tahap integriti pegawai-pegawai bukan 
penguatkuasa. 
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CHAPTER 1 
 INTRODUCTION 
1.1 Introduction 
The purpose of this study is to investigate the impact of leadership quality, religiosity 
and job satisfaction on integrity among Royal Malaysian Police – a case on The 
Integrity and Compliance Department (JIPS).   
 
This chapter comprises of the background of the study, problem statement, research 
questions and research objectives of the study, significance of the study, scope of the 
study, operational definition variables and organization of the study. 
1.2 Background of Study 
This study attempts to examine the relationship between integrity behaviour, 
leadership quality, job satisfaction and religiosity among Royal Malaysian Police 
(RMP), in particular The Compliance Department (JIPS).   
 
Police officers are the ‘‘first responders’’ of the criminal justice system. They are 
responsible for enforcing laws, protecting the public from dangers, and ensuring that 
citizens’ rights are upheld.  However, with these duties comes an opportunity for 
corrupt, deviant, or inappropriate behaviors to take place. Klockars, (1999) mentioned 
that policing is a highly discretionary, coercive activity that routinely takes place in 
private settings, out of the sight of supervisors and witnesses and is thus an occupation 
16 
 
that is ripe with opportunities for misconduct of many types. Close contact with the 
public, the monitoring and control of vice activities, and the discretionary power 
exercised by officers make policing a ‘‘morally dangerous occupation’’ (Hajek et al., 
2006). Because police officers are charged with such important responsibilities in our 
society, their behavior must be monitored in some fashion. Barker and Carter (1991) 
argue that what police officers do and how they do it affects the publics’ perceptions 
of the fairness and honesty of the entire criminal justice system. Consequently, police 
integrity is an important research subject in behavior and misconduct. Identifying the 
extent of police misconduct and offering ways to control it will lead to enhanced public 
safety while ensuring that the rights of citizens are protected.  
 
Klockars,Kutnjak Ivkovic, & Haberfeld  (2006) indicated that controlling police 
integrity is difficult, if not impossible, largely due to a strong reluctance by police 
officers to report fellow officers in what is often referred to as the ‘‘Blue Curtain’’. In 
her observational study of police precincts in the Bronx and Manhattan, Reuss-Ianni 
(1983, pp. 13–16), stated that this curtain exists at two levels in policing. Part of the 
‘‘street cops’’ code is to not ‘‘give up’’ (inform on) fellow officers and be secretive 
about their on-the-job behavior.  
 
It was revealed that most of the officers who took part in the study regard certain 
actions, such as those involving the acquisition of goods or money, as much worse 
than behaviour involving illegal brutality or bending of the rules in order to protect 
colleagues from criminal proceedings (Westmarland, 2005). It also reveals that 
officers who responded to the survey are relatively unwilling to report unethical 
behaviour by colleagues unless there is some sort of acquisitive motive or outcome 
predicted. 
17 
 
 
Klockars & Kutnjak Ivkovic (2004) mentioned that modern social science can much 
more readily measure the ability of police officers to recognize misconduct, how 
seriously police officers regard misconduct, how amenable they are to support its 
punishment, and how willing they are to tolerate misconduct in silence’’.  
 
The level of police professionalism and service provided is influenced most 
significantly by the quality of personnel employed. Therefore, persons of excellent 
integrity with character, who are committed to the principles of fairness, 
trustworthiness, justice, and the maintenance of public trust, must be recruited to gain 
and maintain public confidence. 
 
The Malaysian National Integrity Plan (NIP Handbook 2004) defined integrity as “a 
quality of excellence manifested in a holistic and integral manner in individuals and 
organizations”. Abdullah, Salleh, Ismail and Ngah (2010) defined integrity among 
civil servants as “observant of competency values; committed to address and eliminate 
corruption; increase the efficiency and effectiveness of organizations either public or 
private as well as family units and lastly, enhance the social welfare and the quality of 
life”.   
 
Thus, integrity is a quality of being honest and having good moral judgment either as 
an individual or as a public servant to eliminate unethical behaviors such as being 
corrupt or committing fraud and other illegal activities. In assessing integrity among 
police officers, a study conducted by Klockars, Ivkovich, Harver, Haberfeld (2000) 
found that corruption of individual police officers reflects their moral defect. They 
further stressed that integrity and corruption in the police agencies in the United States 
18 
 
involves attitudes of serious misconduct and the abuse of police authority for personal 
gain. Their study also showed that the characteristics of a police agency’s culture 
encourage its employees to tolerate certain types of misconduct such as discouraging 
a colleague to report on the engagement of unethical behavior (Othman et al., 2014). 
Meanwhile, integrity in public administration such as police officer refers to 
employees’ “honesty” or “trustworthiness” in performing their official duties, avoiding 
“corruption” or “the abuse of office” (Amstrong, 2005). Integrity is an indicator for 
trust, competence, professionalism, and confidence (Akir, 2012). Having integrity 
criteria in every person is important for the employees to maintain their discipline, 
following the rules and regulation of the firm as well as being accountable for ones’ 
action. Many studies believe that, integrity among public sector officials, specifically 
among police officers is needed for them to deliver good service to the public and 
avoid them from acting fraudulently. This is because, without upholding the ethical 
values and integrity, everything they do will show flaws.  Having integrity among 
employees in an organization is important for the company to prevent their employees 
from being involved in fraudulent actions. Many studies agree that high level of 
integrity among the leaders would help the company to avoid any unethical behavior 
among their employees.  Akir (2012) conceptualised integrity into three (3) 
dimensions, which are prevention, accountability and enforcement. Another study by 
Bird (2006) found that there would be some differences among the personality traits 
that resulted in variations of integrity among employees. The researcher indicated that 
individuals with high integrity normally have a high intellectual capacity such as being 
calm, cheerful and having a wide range of interest, while people having low integrity 
is reported as having unconventional thought processes, being engaged in personal 
fantasy and denying unpleasant thoughts. Therefore, the behavior of employees could 
be a sign used by the management to indicate the level of integrity among the 
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employees.  Mathenge (2014), discovered that ethics and integrity have strong 
influence on the corruption cases in the Kenyan Police Agency. Self-administrated 
questionnaires were distributed to 150 police officers in Kenya. The study proposed 
that strong enforcement by the organisation to uphold the integrity level among the 
police officers, such as providing ethics classes, training and reviewing of the officers’ 
behaviour, as well as creating a high professionalism culture in police department 
could deter the police officers from being involved in fraudulent behaviour (Bakri, 
Said, & Karim, 2015). 
 
A study found that Korean police officers perceived corruption as a serious form of 
police misconduct, while they considered the use of excessive force to be substantially 
less serious (Kang & Ivković, 2015). In addition, a strong code of silence among the 
police was detected (Kang & Ivković, 2015). 
 
Integrity means following your moral or ethical convictions and doing the right thing 
in all circumstances, even if no one is watching you. Having integrity means you are 
true to yourself and would do nothing that demeans or dishonors you. 
1.3 Problem Statement 
Integrity behavior plays a very important role in everyone’s life.  Currently, profession 
as Police Officers’ in Malaysia become the center of discussion and debate among 
public. Police officer’s integrity is being question when the news of their misconduct 
being reported almost daily in news mainstream.   
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Figure 1.1 showed, list of complaints regarding misconduct and wrongdoings by 
Police officers as reported by various newspapers recently.  It shows the seriousness 
of the integrity behavior of our police officers who supposed to safeguard public and 
not behave otherwise.  
 
Figure 1.1  
List of misconducts and wrongdoing reported by various newspapers 
 
 
For that matter this research also focused on the impact of leadership quality, 
religiosity and job satisfaction on integrity among police officers at Royal Malaysia 
Police (RMP), because of the increase of misconduct and wrongdoings by police as 
exhibit by figure 1.1.   
 
The seriousness of the unethical and misconduct by police officers is supported by 
Table 1.1 that showed the increment of complaints towards police officers from 2011 
– 2018 (source from Enforcement Agency Integrity Commission – EAIC). Among all 
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enforcement agency in Malaysia, RMP placed as number one (1) agency with the 
highest complaints report up to this year.  Mathenge (2014) stated that police deviance 
has serious social consequences including a decline in public support for police (loss 
of trust in the rule of law, and a general mistrust of police. The integrity in policing is 
fundamentally important for maintaining legitimacy with the public given that the 
police are empowered in democratic societies to protect individual liberties and uphold 
the law in a fair and impartial manner (Rosenbaum, 2016) 
 
Table 1.1 
Complaints registered according to Enforcement Agency from Year 2011-2018 
 
Source:  Enforcement Agency Integrity Commission (EAIC) 
2016). 
1.4 Research Question 
This research was conducted to identify the determinants of employee engagement as 
the following: - 
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1. Does leadership quality have a relationship on integrity? 
2. Does Job satisfaction have a relationship on integrity? 
3. Does religiosity have a relationship on integrity? 
1.5 Research Objectives 
The specific objectives of the research as the following: 
• To examine the relationship between leadership quality and integrity. 
• To examine the relationship between job satisfaction and integrity. 
• To examine the relationship between religiosity and integrity. 
1.6 Relevance of the Study 
This study examined the integrity behaviour among RMP officers and the input will 
be provided to the management of RMP to strengthening the force.  The study can also 
be used as the reference or medium by the RMP management to be more aware of 
factors that contribute to the integrity behaviour among RMP. 
 
To achieve government long term plan (TN50, RMK11), which elaborate and stressed 
on the importance of value & people behaviour among others, this study might be able 
to restore trust and honour on RMP. 
 
The findings could also be beneficial to RMP as a reference to produce long term 
strategic plan on human resource management (promotion, retention, placement and 
training). 
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The findings, knowledge and information from this study can be used as references 
and guidance of future research concerning the same issue.   
1.7 Scope and Limitations of the Study 
This research studied integrity behaviour in Royal Malaysian Police (RMP).  The study 
only focused in The Integrity Compliance Department (JIPS), Bukit Aman with 
approximately 260 police officers of different rank and divisions. 
 
The research is limited to only JIPS police officers and does not include the whole of 
RMP. It is a conscious decision to rely on a single case study to carry out a focused 
and in-dept research. This might have possible implications for the generalizability of 
the findings beyond the research population. However, since a representative case 
study is selected, the findings of the research should at least be applicable to the whole 
population of RMP. 
 
Secondly, limitations in completing the study included the time constraint due to the 
workload and the ability to collect 100% questionnaires for the study. 
 
Thirdly, to look for an accurate literature review for this research is one of the harms 
that have been facing by the researcher.  It is because of less suffice of amount, the 
information captured is too general.  The researcher needs an extra time to consolidate 
more on literature review on topic issued. 
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1.8 Definition of Key Terms 
1.8.1 Integrity  
Peikoff (1991) mentioned that objectivists define integrity as loyalty, in action, to 
rational principles (general truths) and values. That is, integrity is the principle of being 
principled, practicing what one preaches regardless of emotional or social pressure, 
and not allowing any irrational consideration to overwhelm one's rational convictions.  
 
“It is not a breach of integrity, but a moral obligation, to change one's views if one 
finds that some idea he holds is wrong. It is a breach of integrity to know that one is 
right and then proceed (usually with the help of some rationalization) to defy the right 
in practice”, Peikoff (1991: 260). 
 
Becker (1998) stated that definition on integrity require elaboration. First, integrity is 
not a matter of words alone; it requires acting in accordance with rational values. This 
should not be, taken to mean that integrity eliminates the possibility of personal 
change. A person with integrity, although unwilling to change his or her values due to 
irrelevant factors (e.g., social pressure), must be willing to change as his or her 
knowledge increases (Becker, 1998). 
1.8.2 Leadership Quality  
Leadership quality is defined as leadership characteristics such as trust and credibility 
that strongly influenced by perceived patterns of behavioural integrity – that is, the 
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perceived degree of equivalence between values supported by words and values stated 
in action (Simons, 1999). 
 
A theory of spiritual leadership is developed within an intrinsic motivation model that 
incorporates vision, hope/faith, and altruistic love, theories of workplace spirituality, 
and spiritual survival (Fry, 2003). The purpose of spiritual leadership is to create vision 
and value congruence across the strategic, empowered team, and individual levels and, 
ultimately, to foster higher levels of organizational commitment and productivity (Fry, 
2003) 
1.8.3 Religiosity  
Religiosity is defined as a construction of spirituality and integrity that consist of an 
understanding of the source of personal values, and how they are associated to ethics 
in the workplace (Driscoll & McKee, 2007). 
 
Religiosity is defined as one’s relationship with a particular faith tradition or doctrine 
about a divine other or supernatural power (Reich, Oser & Scarlett, 1999), while 
spirituality is defined as “the intrinsic human capacity for selftranscendence, in which 
the self is embedded in something greater than the self, including the sacred” and 
which motivates “the search for connectedness, meaning, purpose, and contribution” 
(Benson et al., 2003,p. 205) 
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1.8.4 Job Satisfaction  
Locke (1976) defines job satisfaction as the ‘‘pleasurable emotional state resulting 
from the appraisal of one’s job as achieving or facilitating one’s job values.  
 
Job Satisfaction is defined as the inner force that drives individuals to achieve personal 
and organizational goals (Mwikali & Wafula, 2015).   
 
Hoppock defined job satisfaction as any combination of psychological, physiological 
and environmental circumstances that cause a person truthfully to say I am satisfied 
with my job (Hoppock, 1935).  According to this approach although job satisfaction is 
under the influence of many external factors, it remains something internal that has to 
do with the way how the employee feels. That is job satisfaction presents a set of 
factors that cause a feeling of satisfaction. 
 
Vroom in his definition on job satisfaction focuses on the role of the employee in the 
workplace. Thus, he defines job satisfaction as affective orientations on the part of 
individuals toward work roles wich they are presently occupying (Vroom, 1964). 
1.9 Organisation of the Thesis 
This study is organized into five chapters.  
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1.9.1 Chapter 1  : Introduction 
Chapter one (1) of the study provides an overview of the research topic and importance 
of this research towards organizational success followed by the description of the 
problem statement, research questions, research objectives, significance of the study, 
scope of the study, limitations of the study and definition of key terms. 
1.9.2 Chapter 2 : Literature Review 
Chapter two (2) presents the literatures from previous studies on integrity values as 
dependent variable and the relationship with the four independent variables (leadership 
quality, religiosity and job satisfaction). Based on the literature reviewed, this chapter 
subsequently discusses theoretical framework adopted and hypotheses generated for 
this study. 
1.9.3 Chapter 3 : Methodology 
Chapter 3 discussed about research methodology of the study. This includes research 
framework and the analysis of the research design, measurement of data analysis, and 
the development of the questionnaire for the research and data analysis techniques. 
1.9.4 Chapter 4 : Results and Discussion 
Chapter 4 explains about analysis result based on the questionnaires distribution, 
which data is gathered and analyse by using Statistical Package for Social Research 
(SPSS) software version 25. The results are summarized in several tables to facilitate 
interpretation. 
28 
 
1.9.5 Chapter 5 : Conclusion and Recommendation 
Finally, Chapter 5 discussed about the research findings and conclusions based on the 
research objectives that developed some recommendations for future study. 
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CHAPTER 2  
LITERATURE REVIEW 
2.1 Introduction 
The purpose of this research is to investigate the level of integrity among Royal 
Malaysian Police (RMP) at Bukit Aman, Kuala Lumpur.  Details definition of 
integrity, leadership quality and job satisfaction are also discussed.  Definitions and 
elaboration on past studies on both dependent variables used in the study, will also be 
discussed. 
2.2 Defining of Integrity  
Integrity is one of the fundamental values that employers seek in the employees that 
they hire. It is the hallmark of a person who demonstrates sound moral and ethical 
principles at work. A person who has integrity lives his or her values in relationships 
with coworkers, customers, and stakeholders.   Integrity is the foundation on which 
coworkers build relationships, trust, and effective interpersonal relationships.  Acting 
with honor and truthfulness are also basic tenets in a person with integrity.  People 
who demonstrate integrity draw others to them because they are trustworthy and 
dependable. They are principled and can be depend on to behave in honorable ways 
even when no one is watching or even knows about their performance.  
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Ramzan, Ghafar & Najib (2012) defines integrity as knowledge, awareness, 
appreciation and hold on firmly on values and consistently committed to values in 
every word and action to achieve self-excellence and organization. 
 
Integrity is understood as a virtue that must be distinguished from moral actions. In 
other words, one can have integrity but can act immorally (Stanford Encyclopedia of 
Philosophy, 2007).  Regarding the concept of integrity, it has been established that it 
is perceived as the pattern that aligns words with facts. Also, integrity has been 
understood as the commitment to the values one assumes and the compliance with the 
promises made. And finally, according to Engel & Worden, it has been related to the 
level of which the collaborator thinks about his/her leader congruency (Engel & 
Worden, 2003). However, different authors argue that integrity must be based on 
morally justified principles. In other words, one has not integrity as a virtue by taking 
any value as a reference. Values must share an important characteristic: they must be 
ethical (Ardichvili, Mitchell, & Jondle, 2009). 
 
Earlier (Rokeach, 1979) defined values as the individual's prescriptive beliefs 
concerning the desirability of certain modes of conduct or end-states of behaviour 
(Glover, Bumpus, Logan, & Ciesla, 1997). Thus, individuals will differ in their value 
system and the stability of that system because of variations in personal and cultural 
experiences. Rokeach (1979) refers to two kinds of values: instrumental values and 
terminal values. Terminal values are defined as end-states of existence. Instrumental 
values are identified as modes of behaviour used to arrive at end-states. The values 
related to the focus of this paper are instrumental values.  In this study, it suggests 
values determine moral judgement or reasoning. As civilian officers increasingly 
encounter social situations in which several values contradict one another, the staff 
31 
 
weighs these values individually and decides which values are more important or have 
priority. Therefore, in the concept of this study, integrity values are further discussed. 
 
From the previous literature, integrity is defined inversely by various organization and 
authors. Most of the definitions are reformed to what the organizations believe 
important for them. Based on Oxford Dictionary (2012) integrity is the quality of being 
honest and having strong moral principles. This definition is supported by the 
perspective of organizational behavioural, that integrity refers to honesty and 
trustworthiness as it occurs in the nature of trust in an organization (Robbins, 2013). 
But then, integrity is considered as the most critical characteristic in that nature. 
 
As described by (Low & Ang, 2012), integrity comes from the Latin root "integritass", 
literally means soundness, wholeness. Therefore, in this context, integrity is the inner 
sense of "wholeness", originating from qualities such as honesty, sincerity and 
consistency of character.  Integrity refers to the quality of a person's character.  
Integrity is also assigned to various aspects or elements of a person's life as it could 
explain as attributes such as professional, intellectual and artistic integrity. However, 
philosophers judged that a person who has integrity may acts according to the core 
values, beliefs and principles they claim to hold (Low & Ang, 2012). Thus, integrity 
is considered as a concept of consistency of actions, values, methods, measures, 
principles, expectations, and outcomes. 
 
Gosling & Huang (2009) outlined a discussion on integrity which provided a clustered 
of five groups: (1) wholeness, (2) consistency in the face of 15 difficulty, (3) 
authenticity, (4) consistency of word and action, and (5) ethics and morality. These 
groups of integrity definition created a new dimension of integrity study that can be 
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suggested as sub dimensions of integrity. This This approach has been taken by 
scholars who consider integrity to be coherence of thoughts, attitude, words, and 
behaviour across time (Engel & Worden, 2003). From this approach, (Gosling & 
Huang, 2009) concluded that a person of integrity will bear the consequences of their 
principles and their actions even if difficult or with unpleasant costs. This is not easy 
to maintain as (Calhoun & Tedeschi, 2004) observes, ‘‘social circumstances upright 
powerful restrictions to speaking and acting on one’s own best judgment’’. Indeed, in 
the normal path of business, the individual does not need to search far for excuses to 
rationalize an action that allows him to take an easier path, but one that might be 
suitable that is less integrity. Integrity is an instrumental value that somehow or rather 
will be used according to situational circumstances.  But from most literatures, 
integrity is always correlating with ethics, morals and character. Kaiser & Overfield 
(2010) used the terms of integrity in three definitions: (1) ethics as moral principles 
that govern a person’s or group’s behaviour; (2) morals as standards of behaviour or 
beliefs concerning what is and is not acceptable to do; and (3) character as a person’s 
good reputation, to describe or define each other (synonymously). Therefore, ethics 
refers to the “values and behaviours that society defines as desirable and that provide 
the rules for judging actions as good or bad” (P Pojman, 2018). In ethics, integrity is 
considered as the honesty and truthfulness or accuracy of one's actions (Sprockett, 
2016). Integrity also can be deliberate as the opposite of hypocrisy, in that it views 
internal consistency as a virtue, and suggests that parties holding apparently conflicting 
values should excuse for the discrepancy or alter their beliefs. 
 
On the other hand, most moral philosophies believed that ethics and integrity is about 
one’s relationships with other people. Violations of ethics typically involve harming 
others (Northouse, 2013) that include lying, cheating, and stealing. These actions 
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signify attempts to advance one’s self-interest while ignoring the rights of other 
people. It is the same effect as violating the integrity concept in daily life or in an 
organizational thrust. 
 
Meanwhile, (Standards et al., 2013) defined integrity as (1) consistency: which refers 
to the alignment between what one does and what one says, doing and saying should 
not belong to the same whole; (2) relational awareness: a consciousness of the relations 
in which one participates because integrity requires consistency in action, between 
what one says and what one does; (3) inclusion: refers to the integration of the ethical 
theories of virtue ethics, deontology and utilitarianism in guiding corporate decisions 
which balanced the corporate integrity from different claims and obligations that arise 
from both inside and outside the corporation; and (4) pursuing a worthwhile purpose: 
integrity has a normative connotation that provides a guideline for right action. 
 
However, (Jennings, 2006) defined that the term integrity can be used in two dissimilar 
ways with clear clarification. First, integrity refers to honesty. Although this involves 
playing by the rules, it is different from following the rules—it is more like “fair play.” 
People sometimes use rules to harm others, whereas fair play may require setting the 
rules aside in cases where people will be victimized by them. Second use of the term 
integrity is “the state of being whole and undivided”—for instance, consistency 
between words and actions. Thus, in this study, researcher used integrity definition as 
individual that has knowledge, awareness, appreciation, and commit to the good values 
consistently in all interaction and action within the context of excellence achievement, 
and personal and organizational well-being (Mwikali & Wafula, 2015). Like beauty, 
integrity is in the eyes of the beholder. 
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Integrity is an important issue for an organisation particularly when it involves public 
service organisation being the representative to government and always dealing 
directly with the community.  In general, integrity can be responded to as a set of 
systems or norms in an organization.   
2.3 Determinants of Integrity  
Integrity is undoubtedly discussed most often in relation to leadership, perhaps because 
of the relatively high level of influence that a leader often exerts (Grojean et al., 2004). 
Even within the study of leadership, however, there is not a theory of integrity; instead, 
it is usually mentioned as an independent variable for leadership or as a characteristic 
of good leaders. As in philosophy, integrity in leadership is usually framed as an 
individual-level construct.  Integrity has been linked in theory to leadership in general 
(Kirkpatrick and Locke, 1991), authentic leadership (May et al., 2003; Lowe et al., 
2004; Luthans and Avolio, 2003), ethical or social charismatic leadership (Howell and 
Avolio, 1995), and authentic (as opposed to pseudo) transformational leadership (Bass 
and Steidlmeier, 1999; Simons, 1999). In addition to theory, some empirical research 
has linked aspects of integrity to leadership. Parry and Proctor-Thomson (2002) 
showed a positive relationship between perceived leader integrity (defined as the 
absence of unethical behavior) and transformational leadership. Tracey and Hinkin 
(1994) found that transformational leaders tend to have high consistency between their 
words and actions. 
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2.3.1 Leadership Quality 
Leadership is a communication process and social interaction that are often discussed 
by society of today.  Leadership is behaviour quality to achieve goal and objective of 
the organisation.  It can be achieved in a group or a team.  Clearly, the behaviour of 
leaders and their leadership could influence them towards their society in the same 
group or team to achieve the objective of the organisation. 
 
Leadership is an action or an art of a leader to influence others to form cooperation or 
teamwork in a team.  Furthermore, in general, leadership means to influence or a 
process influencing others to work in a team voluntarily towards achieving the goal 
together. 
 
Definitions of leadership as well as theories of leadership that exist and available are 
not many. Some authors strive for a brief definition and perception of leadership. Other 
definitions of leadership demand re-examination on the traditional images and the 
traditional relationships connected with leaders and followers (Basu & Green, 1997).  
According to (D. Davis & Bryant, 2003), “the term leadership suggests movement, 
taking the organization or some part of it in a new direction, solving problems, being 
creative, initiating new programs, building organizational structures, and improving 
quality”. Others, however, struggle with the complexity of leadership.  Leithwood & 
Jantzi (2005) carried out a survey of the concepts of leadership in educational literature 
from 1988 to 1995. It was discovered that out of 716 articles, only 121 articles on 
leadership was published.  From a survey of a decade of leadership research by top 
researchers in education administration, (Heck & Hallinger, 2009) concluded there 
was a clear trend toward the accumulation of knowledge regarding school leadership 
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and its effects. Leadership has been, and will keep on being, a prime focal point in both 
philosophically and methodologically.  Stewart (2006) reported “more than 3,000 
empirical investigations of leadership, which provided varied conceptions of what 
leadership means”. 
 
Leadership is one of those theory that are not easy to be explained. About four (4) 
decades ago, (Stogdill, 1975) affirmed that “there are almost as many different 
definitions of leadership as there are persons who have attempted to define the 
concept”.  
 
To describe leadership as a trait is quite different from describing it as a process (Figure 
2.1). “The trait viewpoint conceptualizes leadership as a property or set of properties 
possessed in varying degrees by different people” (Jago, 1982). This suggests that it 
resides in select people and restricts leadership to those who are believed to have 
special, usually inborn, talents. 
 
Figure 2.1 Leadership trait (Jago, 1982) 
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According to (Sousa & van Dierendonck, 2017), in a similar vein (Burns, Gwen & 
Martin, 2010) advanced the notion of transforming leadership that later evolved into 
transformational leadership, likewise with a strong moral emphasis and in contrast 
with transactional leadership (Stewart, 2006). 
 
Moreover, past research on the characteristics and attributes of effective leaders has 
make known a dissimilarity between the way in which good leadership is apprehend 
of in the United Kingdom (UK) and the United States of America (USA) (Alimo-
Metcalfe & Alban-Metcalfe, 2005). In the USA (where leadership theory has 
originated in much traditional) the picture of the leader is especially of someone 
‘reserved’ – removed from the day-to-day experience of others within the organization 
– whereby in the UK, a leader be inclined to be apprehended of as someone more 
‘nearby’ – in day-to-day association with his/her followers. The design of leadership 
required of nearby leaders be inclined to be far more comprehensive than that of the 
reserve leader and thus points to a significant cultural aspect to the acceptance of what 
it means to be a leader that would dispute the model presently incorporate by most the 
structures we examine. 
2.3.2 Religiosity 
Although religion and morality are not the same things, there are obviously links. 
Duriez & Soenens (2006) cited that (Kohlberg & Hersh, 1977) argued that religiosity 
and moral reasoning are inherently unrelated, research has reported that religiously 
affiliated persons exhibit increased preference for Kohlberg’s conventional level (Shu-
fang, 1982) and decreased preference for the principled reasoning that is exhibited in 
stages 5 and 6 (Ansari, 2015). Moral reasoning was also reported to be negatively 
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related to (Allport & Ross, 1967) intrinsic and extrinsic religiosity (Sapp & Gladding, 
1989) and positively to (Haryanto & Haryanto, n.d.) quest dimension (Glover, 
Bumpus, Logan, & Ciesla, 1997). Following Kohlberg’s assumption of affective-
cognitive parallelism, these findings suggest that religious people’s exhibit limited 
moral development because they lack the cognitive capacity for principled reasoning. 
However, the moral reasoning of religious persons depends on the seriousness of their 
religious commitment and on the moral stage which is normative for their religious 
community (Getz & R., 1984). In a religious community whose teachings include 
principled reasoning, highly religious individuals are likely to show increased 
preference for this kind of reasoning. 
 
Although religion and morality are not the same things, there are obviously links. 
Religion includes, “particularly belief in an inspiring reality or spiritual being, 
religiosity which is signified by the beliefs held and practices in which devotees 
engage, and affiliation with a religious organisation” (Rakodi, 2012). In this situation, 
religion has to do with “supernatural realities, with the sacred and with ultimacy” 
(Rakodi, 2012). On the other hand, (Pickel, 2012) defines morality as either: (1) 
descriptively, refer to a code of conduct that put forward by a society or some other 
group, such as a religion, or accepted by an individual for her own behaviour; or (2) 
normatively, refer to a code of conduct that, given specified conditions, would be put 
forward by all rational persons. In this sense, religion certainly can be, and most often 
is, concerned with morality, but morality does not have to be concerned with religion. 
 
As compared to the west, Islam has competitive values to elevate and refine the ethics 
or integrity values (Johari, Mustaffha, Isa, & Deni, 2015). They supported that unity, 
trusteeship, and accountability are the three concepts of Islam and the pillars of the 
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environmental ethics of Islam. Besides that, (Beekun & Badawi, 2005) mentioned that 
criteria of Islamic ethics system encompass justice and balance, trust and benevolence. 
Having deep insight in the concept of tawhid, accountability, and benevolence as the 
concrete acts guides the individuals to raise innate ethics. 
 
Rakodi, (2012) research showed that religion may have some impact on attitudes 
towards integrity behaviour. This is because dishonesty is seen as being so widespread, 
so constructed into the system, that being dishonesty often makes little sense. 
Therefore, religion provides many researchers with the language of ethics and often 
described as an actual ‘list’ of rules to live by, some of which can be interpreted as 
being mostly essential on fighting dishonesty. The basis for the increasing attention 
given to the religion - dishonesty relationship generally stems from the argument that 
fairness and honesty form the basis of many religions (Luxmoore & Babiuch, 1999). 
According to (Rakodi, 2012), there are two obvious assumptions underlying the call 
on religious leaders and groups in the fight against dishonesty. The first is faithful 
devotees to religion will refrain from corruption because of the inherent theft, 
dishonesty, illegality, and mistreatment of others. The second is those who are not 
faithful devotees of religions are more likely to engage in corruption because of an 
absence of religious guidance. However, contrary to these assumptions, many of the 
most corrupt countries in the world (according to Transparency International’s 
Corruption Perception Index (TI- CPI)) also rank highly in terms of religiosity. On this 
basis, there would appear to be little evidence to support these assumptions, but there 
is a small, growing literature that looks direction at the possible relationship between 
religion and integrity. 
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2.3.3 Job Satisfaction 
Despite its wide usage in scientific research, as well as in every day’s life, there is still 
no agreed opinion regarding what job satisfaction is. In fact, research on definition of 
job satisfaction is still on going until today.  Therefore, before a definition on job 
satisfaction can be given, the nature and importance of work as a universal human 
activity must be considered.   
 
Different authors have different approaches towards defining job satisfaction. There 
are definitions on job satisfaction that are commonly used and analysed as in the 
following paragraphs.  Job Satisfaction (JS) have stimulated considerable research 
interest, mainly because it is argued that institutions can only excel by building on the 
views, attitudes and perceptions of their human resources (Al-Zoubi, 2012). 
Employees’ satisfaction can be defined as a set of cognitive and affective reactions 
that ‘results from the perception that one’s job fulfils or allows the fulfilment of one’s 
important job values, providing that and to the degree that those values are congruent 
with one’s needs’ (Trivellas & Santouridis, 2016). 
 
Many research studies have confirmed that the relationship between the organisation 
(employer) and employee (customer) satisfaction is the clear reciprocal that gives the 
suggestion that the employees are the internal customers of an organization, and 
through the employees' satisfaction performance the customers' needs will be able to 
meet the goal of the organisation.   
 
Moreover, most researchers consider to focus on assessing the level of satisfaction 
between employee and organisation with the educational curricula (Comm & 
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Mathaisel, 2000), ignoring both the academicians’ and administrators’ satisfaction. 
Furthermore, given that empirical evidence converges towards the conclusion that 
employee satisfaction is as crucial as customer or student satisfaction (S B Kai, C C 
Liou, O B Chen, L F Sian, 2016) research on Higher Education quality has recognised 
the necessity of shifting its attention towards academicians’ satisfaction (Quinn, 
Lemay, Larsen, & Johnson, 2009). 
 
“Job satisfaction is a complex and multifaceted concept which can mean different 
things to different people. Job satisfaction is usually linked with motivation, but the 
nature of this relationship is not clear. Satisfaction is not the same as motivation. Job 
satisfaction is more of an attitude, an internal state. “It could, for example, be 
associated with a personal feeling of achievement, either quantitative or qualitative 
(Spector, 1985)”. 
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CHAPTER 3  
RESEARCH METHODOLOGY 
3.1 Introduction 
In this chapter, researcher discussed on the framework and research methodology used 
in the study.  A research design is a systematic approach that a researcher uses to 
conduct a scientific study. It is the overall synchronization of identified components 
and data resulting in a plausible outcome.  To conclusively come up with an authentic 
and accurate result, a research design followed a strategic methodology, in line with 
the type of research chosen. To have a better understanding of which research paper 
topic, to begin with, it is imperative to first identify the types of research. Topics 
covered in this chapter include theoretical framework and hypotheses development, 
research design, measurement and instruments, date collection and administration, 
data analysis techniques and chapter summary.   
3.2 Research Framework 
In Chapter 2, literature review discussed on integrity behaviour and the relationship 
between leadership quality, job satisfaction and religiosity.  The construction of the 
theoretical framework of this study based on the research problems and literature 
review.  The findings and conclusion of the study will depend on the fully utilization 
of the data collected and statistical analysis using SPSS. 
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Figure 3.1: Research Framework 
 
 
3.3 Research Design 
Research design is a systematic approach that a researcher uses to conduct a scientific 
study. It is the overall synchronization of identified components and data resulting in 
a plausible outcome.   
 
This is a descriptive (quantitative) study because it used statistical analyses to interpret 
the collected data on ensuring the data collected are reliable and valid. Apart from that, 
this study also used the questionnaire on exploring the determinant of JIPS, RMP 
officers’ integrity. The research also examined the relationship between independent 
variables and dependent variable.   
3.4 Operational Definitions 
This study emphasized on the below terms for the operational definitions: 
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Table 3.1 Operational Definitions 
Terms Definition 
Integrity Integrity is defined among civil servants as “observant 
of competency values; committed to address and 
eliminate corruption; increase the efficiency and 
effectiveness of organizations either public or private 
as well as family units and lastly, enhance the social 
welfare and the quality of life” (Abdullah, Salleh, 
Ismail and Ngah, 2010) 
Leadership Quality Leadership suggests movement, taking the 
organization or some part of it in a new direction, 
solving problems, being creative, initiating new 
programs, building organizational structures, and 
improving quality. (D. Davis & Bryant, 2003) 
Religiosity A research showed that religion may have some 
impact on attitudes towards integrity behaviour. This 
is because dishonesty is seen as being so widespread, 
so constructed into the system, that being dishonesty 
often makes little sense. Rakodi, (2012) 
Job Satisfaction Job Satisfaction (JS) have stimulated considerable 
research interest, mainly because it is argued that 
institutions can only excel by building on the views, 
attitudes and perceptions of their human resources 
(Al-Zoubi, 2012) 
3.5 Measurement of Variables 
This research is a field study on correlational study. It is because the study is an 
identification of independent variables (leadership quality, job satisfaction and 
religiosity) associated with dependent variable (integrity). In gathering information 
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pertaining to the research questions, questionnaires were used as the main instrument 
for data collection from the respondents. 
 
Descriptive research or quantitative method were used by the researcher in this study.  
It was a one-time cross-sectional survey design when data were collected. Data was 
collected through distribution of questionnaire method by the researcher.  Respondents 
were asked to answer the same questions, in the same circumstances.   
 
Apart from being inexpensive and flexible, questionnaires are also a practical way to 
gather data. They can be targeted to groups of your choosing and managed in various 
ways.  This made collecting real-time feedback almost effortlessly. 
 
Table 3.2. : Questionnaire Layout 
Section Variables Number 
of Items 
Sources 
A Demographic Information: 
1. Gender 
2. Age  
3. Marital Status 
4. Race 
5. Religion 
6. No of Independent 
7. Year of Service 
8. Monthly Income 
8 - 
B Dependent Variable 
Integrity 
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Ezhar et.al (2010) 
C Independent Variables  
D Leadership Quality 15 
E Religiosity 9 
F Job Satisfaction 12 
 
Likert scale is used to measure attitude, its usual or standard format consists of a series 
of statements to which a respondent is to indicate a degree of agreement or 
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disagreement using the following options: strongly agree, agree, neither agree nor 
disagree, disagree, strongly disagree. As such the scale purports to measure direction 
(by agree/disagree) and intensity (by strongly or not) of attitude (Albaum, 1997). 
 
Table 3.3: Likert Five-Point Scale 
Strongly 
Disagree 
Disagree Uncertain Agree Strongly 
Agree 
1 2 3 4 5 
 
The researcher adopted the likert-scale approach to evaluate integrity behaviour, 
leadership quality, religiosity and job satisfaction.  
 
Section A: Demographic Information 
Demographics is the study of a population based on factors such as age, race and 
gender.   
 
Section B, C, D and E:  Content-Based Questions 
 This section focuses on dimensions that relate to the relationship between integrity, 
leadership quality, religiosity and job satisfaction. Each dimension of the 
questionnaires had been explained to participants.   
 
Table 3.4: Content-Based Questions for Integrity 
No Integrity 
1.  I believe that high level of discipline could increase productivity 
2.  I feel guilty if abetting in breaking the work rules and regulations. 
3.  I still comply with working hours regulation even there are colleagues 
who take it lightly. 
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4.  I prefer to follow work regulations because it teaches me disciplined. 
5.  I still comply to the working procedures even it is burdensome 
6.  I prefer to complete my work rather than gossiping 
7.  I follow work regulations thoroughly 
8.  I am prepared to accept any given responsibility 
9.  I feel guilty if I do not fully understand my job scope 
10.  I informed my supervisor if there is any problem that would affect the 
effectiveness of the job. 
11.  It is my habit to make sure that I carry out the job diligently. 
12.  I will make sure that each of my tasks will be finished in stipulated time. 
13.  As a public servant, I fully understand the government policies. 
14.  I do not like to see my colleagues disappeared during working hours. 
15.  I do not disclose any confidential information to outsiders. 
16.  I feel guilty if I am not honest during conversation. 
17.  Honesty in words is the most important criteria in my career development. 
18.  I feel ashamed if I am not honest in my actions. 
19.  I’d rather face the risk being honest with my words. 
20.  I am outspoken if I do not agree with something. 
21.  For me, there is no benefit in giving or accepting bribe. 
22.  I will avoid myself from any matter that leads to corruption.   
23.  I am worried if my colleagues involved in corruption.   
24.  I am ready to fully cooperate with any party that wants to fight corruption. 
25.  I am not going to keep quiet if corruption happened before me.   
26.  I always careful not to be caught in abusing power or position. 
27.  I do not like lobbying on influencing decision making for the benefit of 
my networking. 
28.  I feel guilty if I’m using my power and position to gain personal benefit. 
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29.  During decision making process, I am not easily distracted by personal 
interest. 
30.  I do not use organization assets as mine 
 
Table 3.5: Content-Based Questions for Leadership Quality 
No Leadership Quality 
1.  I consider all choices before making any decision.   
2.  I do not mix business matters with personal problems. 
3.  I will study validity of any information before deciding. 
4.  I am easily accepting critics without any grudges. 
5.  I can control my emotion during carrying out my duties. 
6.  I do not like to be hasty when making decision. 
7.  I am grateful though my opinion is being rejected. 
8.  I will not retaliate if I have been criticized. 
9.  I consider all choices before making any decision.   
10.  I do not mix business matters with personal problems. 
11.  I will study validity of any information before deciding. 
12.  I am easily accepting critics without any grudges. 
13.  I can control my emotion during carrying out my duties. 
14.  I do not like to be hasty when making decision. 
15.  I am grateful though my opinion is being rejected. 
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Table 3.6: Content-Based Questions for Religiosity 
No. Religiosity 
1. I would ensure that my family comply with the entire religious. 
2. I abandon the practices that I feel dubious in nature. 
3. I feel happy whenever my colleagues are being praised. 
4. I feel bad when I missed doing the good deeds. 
5. I prefer to do small good deeds but consistently. 
6. I prefer to help people in distress without others knew about it. 
7. I discuss about religion with my colleagues. 
8. I am prepared to forgive anyone before he asked for forgiveness. 
9. I am grateful when a beggar seeks my help. 
 
Table 3.7: Content-Based Questions for Job Satisfaction 
No. Job Satisfaction 
1. I appreciate group members’ contributions. 
2. I fulfil responsibilities in the group work. 
3. I encourage the group members to do the best. 
4. I help group members who have any difficulty in their assignments 
5. I completed the group assignment on time. 
6. I feel I am part of the organization family. 
7. I am happy to continue working in this organization. 
8. I proposed suggestions on improving group performance. 
9. This organization is very important in my life. 
10. I acknowledge my group members’ performance. 
11. I feel a high sense of belonging in this organization. 
12. I consider the problem in this organization as if it is my own. 
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3.6 Data Collection 
The data was collected using the questionnaires structures which consists of 66 items.  
A permission letter from researcher upon sending the questionnaire has been given 
prior to the distribution.  The researcher obtained a list of respondents from Director 
of JIPS, RMP to make sure that the data is up to date and fully recovered. 
3.6.1 Population and Sample Design 
JIPS, RMP departments consist of Administration / Policing Department, Counselling 
and Religious Department, Complaints Department, Compliance Department, 
Operational Intelligence Department, Investigation / Law / Case Studies Department.  
They consist of director level, administrative officers, assistant administrative officers, 
assistant accountants, clerks, secretary, technicians, labour and driver.  JIPS were 
officially launched by Inspector-General of Police on 25 July 2014.  JIPS is led by 
Senior Deputy Commissioner and assist by two Deputy Director – JIPS Deputy 
Director (Integrity) and Deputy Director JIPS (Standard Compliance). 
 
The populations of this study were 260 officers in various departments that based in 
Bukit Aman office.  According to Krejcie and Morgan (1970), for a population size of 
260, the appropriate sample size should be 155.  However, to obtain higher responses 
rate, 200 were successfully distributed. 
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3.7 Data Collection Procedures 
The data was collected using the structures questionnaire, which consists of 8 sections 
with 61 items.  A permission letter from researcher upon sending the questionnaire has 
been given prior to the distribution.  The researcher obtained a list of respondents from 
Director of JIPS, RMP to make sure that the data is up to date and fully recovered. 
 
Data collection was conducted from 28th May 2018 until 14th June 2018. The 
questionnaires to the respondents were sent to the Director of JIPS, RMP. 260 
questionnaires were sent to officers in JIPS, RMP with the assurance of the trusted 
nature of the research survey, to assure that no information would be used other than 
this academic study. The respondents have been given two (2) weeks to complete the 
questionnaires. Follow-ups by telephone calls had been done and were performed 
occasionally to determine the progress of the survey and number of responses. 
 
Consequently, overall total respondents involved in this study from the questionnaires 
return rate were 173 (86.5%). 
3.8 Data Analysis 
The following analysis was conducted in this research to provide answer for each 
research questions:  
a. Descriptive statistics: 
i.   Frequency distributions  
ii. Mean and standard deviations. 
b.  Test of mean differences:  
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i.  T-test  
ii. Analysis of variance (ANOVA) 
c.  Test of association:  
i. Pearson Correlation Analysis 
ii. Multiple Regression Analysis 
3.9 Frequencies 
“Frequencies simply refer to the number of times various subcategories of a certain 
phenomenon occur, from which the percentage and the cumulative percentage of 
their occurrence can be easily calculated (Sekaran, 2013).” 
3.10 Reliability Test 
There are two concepts of reliability; (1) From the perspective of measurement theory, 
reliability amounts to an assurance that a method of generating data is free of influence 
from circumstances that are extraneous to the processes of observation, description, or 
measurement. (2) From the perspective of interpretation theory, reliability amounts to 
an assurance that researchers interpret their data consensually.  
 
Cronbach's alpha is most commonly used when you want to assess the internal 
consistency of a questionnaire (or survey) that is made up of multiple Likert-type 
scales and items.   The reliability of the questionnaire was tested by using Cronbach’s 
Alpha or called Alpha Coefficient to show the internal consistency of the 
questionnaire. The condition for a reliable instrument i.e. the value 0.7 of Cronbach 
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Alpha is acceptable while 0.6 is considered fair, (Sekaran, 2003). The details of the 
Cronbach’s Alpha as shown in the Table 3.10: 
 
Table 3.8: Reliability Analysis – Cronbach’s Alpha 
Variables Number of  
Items 
Cronbach’s Alpha 
Integrity 
 
30 .921 
Leadership Quality 
 
15 .917 
Religiosity 
 
9 .903 
Job Satisfaction 
 
12 .922 
Total 
 
66  
3.10.1 Correlations 
Pearson’s correlation and multiple regression tests were performed in the hypothesis 
testing. Pearson's correlation analysis method was used to answer the third research 
objective, namely the relationship between all the independent variables (leadership 
quality, religiosity and job satisfaction) and integrity values domains (accountability, 
and knowledgeable). Interpretation of this correlation is based on (Guildford's, 1973) 
Rule of Thumb as below: 
 
Table 3.9: Interpretation of Correlation 
Pearson coefficient (r) Correlation 
<.20 Very weak correlation 
.20 to .40 Weak correlation 
.40 to .70 Moderate correlation 
.71 to .90 Strong correlation 
.90 Very strong correlation  
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R value indicates the strength of the relationship or the relationship of two variables 
while those with - or + indicates the relevance of these two variables. The higher the 
R value the stronger the relationship between those two variables. This analysis 
consistently uses p<.001 significance level in each relationships test run. 
3.10.2 Multiple Regression Analysis 
Multiple regressions were used to identify changes in two or more factors (independent 
variables) that contributed to the change in a dependent variable (Chua, 2006). In this 
research, regression analysis using stepwise method was used to measure the fourth 
research objective - to identify the main factor that influenced JIPS, RMP officers’ 
integrity level the most. According to (Diekhoff, 1992), stepwise method has 
advantages compared with other regression because with this method, only significant 
predictor variables included in the regression. The second advantage is stepwise 
regression could avoid multicollinearity problems that exist due to the strong 
correlation between predictor variables. Correlation does not mean, and it create 
analysis becomes less accurate (Diekhoff, 1992). This problem can be overcome 
through stepwise multiple regression analysis for variables as this problem will not be 
included into the regression. 
 
In this research, ANOVA were used to examined mean differences at 0.05 significant 
level on integrity level domains and demographic variables (gender, age and year of 
employment).  If the significance value (p) is lower than the significance level (.05), 
the differences between the two groups of variables studied are significant.  On the 
other hand, if the value of p greater than .05, there is no significant differences existed.  
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3.11 Conclusions 
This chapter demonstrated several significant features in the methodology 
implemented out in this study. It has examined in detail concerning the methodology 
and data collection carried out in this study. The methodology constitutes of research 
design that was conducted in quantitative research method; the measurement and 
instrumentation used; sample selection and the data analysis. The findings and 
discussion in the study will be presented in the next chapter. 
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CHAPTER 4  
FINDINGS & DISCUSSION 
4.1 Introduction 
This chapter presents the analysis of response obtained from the survey questionnaires 
distributed to the respondents. The findings of the analyses will also be covered in this 
chapter. All data were analysed using Statistical Package for the Social Sciences 
(SPSS) version 25 for Windows to perform the statistical analysis. 
4.2 Response Rate 
A total of 200 set of questionnaires were distributed to the JIPS, RMP police officers 
at Bukit Aman, Kuala Lumpur, however 173 sets were returned.  From 173 sets 
returned, only 162 sets returned with completed answers.  
 
Table 4.1: Response Rate 
Item (s) Total 
Questionnaires Distributed – (X) 200 
Collected Questionnaires – (Y)  162 
Response rate Y/X * 100% 81% 
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4.3 Demographic Analysis 
Table 4.2 Demographic Characteristics – Respondent Profile  
Variables  Frequency Percentage 
Gender Male 66 40.5% 
 Female 96 59.5% 
Age 20 – 30 years 40 24.5% 
 31 – 49 years 94 57.7% 
 50 – 60 years 28 17.8% 
Race Malay 132 81% 
 Chinese 17 11% 
 Indian 7 4.3% 
 Others 6 3.7% 
Religion Islam 137 85.1% 
Buddha 0 0% 
 Hindu 24 14.7% 
 Others 1 0.2% 
Marital Status Married 129 79.1% 
Single 27 17.2% 
Divorced/Death of spouse 6 3.7% 
Salary RM2000 – RM3999 107 66.2% 
 RM4000 – RM5999 25 15.4% 
 >RM6000 30 18.4% 
Independent 1 27 16.6% 
2 27 16.6% 
3 48 29.4% 
4 37 22.7% 
>5 23 14.7% 
Years of service 
with RMP 
<10 years 54 33.2% 
>10 years 70 42.9% 
>20 years 38 23.9% 
 
Table 4.3 provides information the demographic of respondents that were divided into 
eight (8) categories which is gender, age, religious, marital status, income, number of 
independent, race and duration of working experience.  
4.3.1 Gender 
The study involved 162 respondents who are serving in JIPS, RMP. Out of 162  
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respondents, a total of 96 (59.5%) among the respondents are female and the remaining 
66 respondents (40.5%) are men. 
4.3.2 Age 
Majority of the respondents age ranged from 31 – 49 years old were 57.7% (94) 
followed by 20 – 30 years old of the respondents were 24.5% (40).  The remaining of 
17.8% (28) of respondents are ranged between the age of 50 – 60 years old.  
4.3.3 Marital Status 
Marriage status showed majority of respondents were married (79.1%) with frequency 
of 138 (28%) of the respondents were still single. While divorced/death of spouse 
respondents’ frequency were 6 (3.7%) 
4.3.4 Race 
Distribution of the respondents according to their race, 81% (132) of the respondents 
were Malay followed by 11% (18) of the respondents were Chinese.  The remaining 
of 4.3% (7) of the respondents were Indian and another 0.2% (1) of the respondents 
were other race. 
4.3.5 Length of Service 
As for the length of service, 42.9% (70) of the respondents have served more than 10 
years, followed by 33.2% (54) of the respondents had served below ten years of service 
and 23.9% (39) had served for more than 20 years in the organization. 
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4.3.6 Income 
For monthly income, the study showed that 66.3 percent (107) of respondents received 
salary between RM2000 – RM3999 followed by 18.4 percent (30) of respondents 
received salary more than RM6000 and 15.4 percent (25) of respondents received 
salary between RM4000 – RM5999 a month. 
4.4 Reliability Analysis 
In table 4.4 the reliability of the questionnaire was tested by using Cronbach’s Alpha 
or called Alpha Coefficient to show the internal consistency of the questionnaire 
among 162 respondents. It involved the independent variables in leadership quality, 
job satisfaction and religiosity. As for dependent variables, integrity area was focused. 
 
Table 4.3: Reliability Analysis – Cronbach Alpha 
Variables Number of 
Items 
 
Cronbach’s Alpha 
Independent Variable   
Leadership Quality 15 .907 
Job Satisfaction 9 .916 
Religiosity 12 .929 
Dependent Variable   
Integrity 30 .871 
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4.5 Descriptive Analysis 
Table 4.4: Descriptive Statistic for Independent and Dependent Variables 
No. Dependent Variables 
Integrity Values 
Mean S.D. 
 
1. I believe that high level of discipline could increase 
productivity 
3.0 .000 
2. I feel guilty if abetting in breaking the work rules and 
regulations. 
3.0 .000 
3. I still comply with working hours regulation even there 
are colleagues who take it lightly. 
2.98 .236 
4. I prefer to follow work regulations because it teaches 
me disciplined. 
2.94 .230 
5. I still comply to the working procedures even it is 
burdensome 
2.94 .230 
6. I prefer to complete my work rather than gossiping 3.04 .189 
7. I follow work regulations thoroughly 3.02 .135 
8. I am prepared to accept any given responsibility 2.95 .217 
9. I feel guilty if I do not fully understand my job scope 2.94 .230 
10. I informed my supervisor if there is any problem that 
would affect the effectiveness of the job. 
2.93 .263 
11. It is my habit to make sure that I carry out the job 
diligently. 
3.06 .230 
12. I will make sure that each of my tasks will be finished 
in stipulated time. 
3.0 .000 
13. As a public servant, I fully understand the government 
policies. 
2.98 .361 
14. I do not like to see my colleagues disappeared during 
working hours. 
3.02 .236 
15. I do not disclose any confidential information to 
outsiders. 
3.03 .323 
16. I feel guilty if I am not honest during conversation. 2.98 .236 
17. Honesty in words is the most important criteria in my 
career development. 
3.02 .236 
18. I feel ashamed if I am not honest in my actions. 3.00 .273 
19. I’d rather face the risk being honest with my words. 3.04 .375 
20. I am outspoken if I do not agree with something. 3.13 .434 
21. For me, there is no benefit in giving or accepting bribe. 3.00 .193 
22. I will avoid myself from any matter that leads to 
corruption.   
3.02 .135 
23. I am worried if my colleagues involved in corruption.   3.04 .270 
24. I am ready to fully cooperate with any party that wants 
to fight corruption. 
2.98 .272 
25. I am not going to keep quiet if corruption happened 
before me.   
3.21 .452 
26. I always careful not to be caught in abusing power or 
position. 
3.02 .135 
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27. I do not like lobbying on influencing decision making 
for the benefit of my networking. 
3.04 .270 
28. I feel guilty if I’m using my power and position to gain 
personal benefit. 
3.17 .374 
29. During decision making process, I am not easily 
distracted by personal interest. 
3.09 .303 
30. I do not use organization assets as mine 3.01 .176 
 
Table 4.5: Descriptive Statistic for Independent Variables – Leadership Quality 
 
Table 4.5: Descriptive Statistic for Independent Variables – Religiosity  
No. Independent Variables 
Questions for Religiosity 
Mean S.D. 
 
1. I would ensure that my family comply with the entire 
religious. 
3.04 .189 
2. I abandon the practices that I feel dubious in nature. 3.04 .189 
3. I feel happy whenever my colleagues are being praised. 2.99 .079 
4. I feel bad when I missed doing the good deeds. 2.99 .157 
5. I prefer to do small good deeds but consistently. 2.93 .252 
6. I prefer to help people in distress without others knew 
about it. 
3.00 .000 
7. I discuss about religion with my colleagues. 2.50 .934 
8. I am prepared to forgive anyone before he asked for 
forgiveness. 
2.00 .819 
9. I am grateful when a beggar seeks my help. 2.17 .836 
 
  
No. Independent Variables 
Questions on Leadership Quality  
Mean S.D. 
1.  I consider all choices before making any decision.   3.06 .230 
2.  I do not mix business matters with personal problems. 3.04 .332 
3.  I will study validity of any information before deciding. 3.04 .189 
4.  I am easily accepting critics without any grudges. 3.01 .431 
5.  I can control my emotion during carrying out my duties. 2.98 .361 
6.  I do not like to be hasty when making decision. 2.98 .236 
7.  I am grateful though my opinion is being rejected. 2.94 .300 
8.  I will not retaliate if I have been criticized. 3.02 .361 
9.  I consider all choices before making any decision.   2.93 .390 
10.  I do not mix business matters with personal problems. 3.02 .401 
11.  I will study validity of any information before deciding. 3.06 .300 
12.  I am easily accepting critics without any grudges. 2.98 .156 
13.  I can control my emotion during carrying out my duties. 3.00 .334 
14.  I do not like to be hasty when making decision. 3.03 .234 
15.  I am grateful though my opinion is being rejected. 3.00 .386 
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Table 4.6: Descriptive Statistic for Independent Variables – Job Satisfaction 
No. Independent Variables 
Questions for Job Satisfaction 
Mean S.D. 
 
1. I appreciate group members’ contributions. 2.98 .305 
2. I fulfil responsibilities in the group work. 3.00 .386 
3. I encourage the group members to do the best. 2.95 .339 
4. I help group members who have any difficulty in their 
assignments 
3.00 .334 
5. I completed the group assignment on time. 2.98 .409 
6. I feel I am part of the organization family. 2.99 .409 
7. I am happy to continue working in this organization. 3.00 .386 
8. I proposed suggestions on improving group 
performance. 
3.00 .334 
9. This organization is very important in my life. 3.02 .409 
10. I acknowledge my group members’ performance. 3.04 .384 
11. I feel a high sense of belonging in this organization. 3.04 .384 
12. I consider the problem in this organization as if it is 
my own. 
3.00 .905 
 
4.6 Inferential Analysis 
4.6.1 Pearson Correlation Coefficient Analysis 
The correlation coefficient analysis is a statistical measure that calculates the strength 
of the relationship between the relative movements of the two variables. The range of 
values for the correlation coefficient bounded by 1.0 on an absolute value basis or 
between -1.0 to 1.0. If the correlation coefficient is greater than 1.0 or less than -1.0, 
the correlation measurement is incorrect. A correlation of -1.0 shows a perfect negative 
correlation, while a correlation of 1.0 shows a perfect positive correlation. A 
correlation of 0.0 shows zero or no relationship between the movement of the two 
variables. 
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4.6.2 Discriminant and Predictive Validity 
Two-tailed Pearson correlation tests were employed to assess discriminant validity of 
the variables. All independent variables were found not to be too highly correlated 
among themselves (< 0.6), which is the prerequisite condition for removing concerns 
about multicollinearity problems prior to conducting multiple regression analysis in 
the subsequent section. 
 
Table 4.7: Discriminant and Predictive Validity: Correlation Coefficients (n = 
  162) 
  
Integrity 
Leadership 
Quality 
Religiosity 
Job 
Satisfaction 
Integrity -    
Leadership Quality .653** -   
Religiosity .635** .806** -  
Job Satisfaction .496** .775** .817** - 
** Correlation is significant at the 0.01 level (2-tailed). 
 
In terms of predictive validity, the matrix in Table 4.7 shows that there are several 
significant variables which can warrant further multiple regression analyses. Visual 
inspection of their values suggests that all three (3) Independent Variables (i.e. 
leadership quality, religiosity and job satisfaction) have significant correlations with 
Dependent Variables – Integrity Behaviour. 
4.6.3 Multiple Regression Analysis (MRA) 
The mediating analyses were verified that they are free from any violations towards 
assumptions of least squares procedures used in multiple regression analyses. The 
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rationale behind to conduct diagnostic procedures is to ensure whether the errors in 
prediction are the result of the absence of relationship among the factors that affect the 
training effectiveness which are trainee characteristic, training objectives, training 
content and working environment or some nature of the data that could not be detected 
by the regression model. 
 
Multiple Regressions was conducted to examine whether the independent variables 
(i.e. trainee characteristic, training objectives, training content and working 
environment) have any significant effect to dependent variable (training effectiveness 
on ethical behavior at workplace). Table 4.8 shows the result of regression analysis 
between dependent and independent variables. 
 
Table 4.8: Regression Analysis Analysis of Variance (ANOVA) 
 
Model Sum of 
Squares 
df Mean 
Square 
F Sig. 
 
1 
 
Regression 
 
8.733 
 
3 
 
2.911 
 
13.894 
 
.000 
 
Residual 
 
31.846 152 0.210 
  
Total 40.579 155 
 
   
(Significant at 0.05, significance level at p<0.05) 
 
Table 4.8 shows that the F-value (F = 13.894) found to be significant at p<0.05. This 
constructs that the regression model used in this study was adequate or in another word, 
the model was fit. 
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Table 4.9:  Model Summary 
 
The model summary of multiple regression as shown in Table 4.10 above exhibits and 
explains the regression test had presented an inference with R square of 0.215. 
Approximately 21.5% variations of integrity behavior at workplace were caused by 
leadership quality, religiosity and job satisfaction. This means that there are other 
factors associated to training effectiveness, which represented 78.5%. 
 
Table 4.10: Regression Results of Each Variables 
Model Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
B Std. 
Error 
Beta 
 
1 
 
(Constant) 
 
1.903 
 
0.261 
 
 
7.288 
 
0.000 
Leadership 
Quality 
-0.027 0.092 -0.029 -0.291 0.771 
Religiosity 0.677 0.157 0.679 4.315 0.000 
Job Satisfaction -0.226 0.116 -0.259 -1.948 0.053 
 
Table 4.10 summarizes the overall Beta values for each variable in the integrity 
behaviour. The Beta value for leadership quality is indicated as Beta=-0.029, 
p=0.771>0.05 and job satisfaction Beta value =-0.259 and p=0.053>0.05. These 
showed that religiosity Beta value of 0.679 compared to the rest of the dimensions 
which further tell us that the most significant dimension to integrity behaviours among 
all three (3) independent variables.   
Model R R Square 
Adjusted R 
Square 
 
Std. Error of the 
Estimate 
 
1 .464a 0.215 0.200 
 
0.45773 
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4.7 Discussion 
From the above summary, the analyses help to answer the research objectives of this 
study. Based on the above findings, job satisfaction has a positive and significant 
impact on integrity of police officers in JIPS, RMP while leadership and religiosity 
showed less significant influence towards police officers’ integrity behaviour. It is 
therefore concluded that there are other factors that need to be further studied to find 
out the factors that contribute to misconduct and wrongdoing of police officers. 
 
Objective 1: To examine the relationship between leadership quality and 
integrity behaviour. 
 
The first objective this study is to identify JIPS, RMP officers’ integrity behaviour. 
Based on the findings from the data analyses, it can be concluded that: 
 
a. Relatively, JIPS, RMP officers’ integrity behaviour still at ordinary level. At the 
same time, the percentage of officers at good score in all three independent 
variables is still low. Of all the three independent variables, job sastisfaction is 
the only item that score at the significant relationship. By looking at the standard 
of RMP, this integrity behaviour is something that cannot be proud of. It is 
because as government body that has been given a mandate to fight all sorts of 
crime in Malaysia, RMP officers supposed to be in excellent level individually 
and as organization ambassador. 
 
b. On the integrity behaviour, this study found that JIPS, RMP officers’ integrity is 
at medium level as only the job satisfaction scored good. This situation is less 
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satisfying because leadership quality scored low percentage of leadership 
quality; disciplined, responsible, honest, corruption-free and power abuse-free. 
JIPS, RMP officers should be more respecting rules, regulations and work 
procedures; appreciate more their job scope and committed to do the tasks; 
sincerer and more trustworthy in words or in actions; never accepting or giving 
bribe even though there is a chance; and performing more tasks without using 
the status and position to benefit themselves and others. 
 
Objective 2: To examine the relationship between religiosity and integrity 
behaviour. 
 
The second objective is to examine the relationship between independent variables 
(leadership quality, religiosity, job satisfaction, and transformational plan) and JIPS, 
RMP officers’ integrity level. Based on the Pearson’s correlation analysis results, it 
could be concluded that all independent variables have positive relationship with the 
integrity level. With the support of these four independent variables, RMP officers’ 
integrity values could be improved if each of the variables being strengthens. 
 
Objective 3: To examine the relationship between job satisfaction and integrity 
behaviour 
 
The third objective was to identify factor(s) (leadership quality, religiosity and job 
satisfaction) that influenced JIPS, RMP officers’ integrity behaviour the most. Based 
on the findings from the stepwise regression analysis, it can be concluded that 
religiosity, job satisfaction and leadership quality are predictor factors for integrity 
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level, whereby religiosity is the major predictor. It maybe because religions are the 
strong base of good practice as it teaches harmony lifestyle holistically. 
4.8 Conclusion 
As a conclusion, this chapter presented and discussed the findings of the study. Based 
on the results obtained, it shows that independent variables (job satisfaction) are 
positively significant relationship that impacted JIPS, RMP officers’ integrity 
behaviour.  Hence, religiosity and leadership quality were found negative in 
influencing integrity level’s at JIPS, RMP. The next chapter will discuss on the 
conclusion and recommendations of the study. 
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CHAPTER 5  
RECOMMENDATIONS & CONCLUSIONS 
5.1 Introduction 
From the results, discussion conversed and data analysed in the previous chapter, this 
chapter is carried out to respond the specific four objectives of this study. By giving 
conclusion based on the objectives of the study, this chapter will also identify and 
proposes few improvements towards increasing the level of JIPS, RMP officers’ 
integrity values. 
5.2 Recapitulation of Results 
The next findings are on JIPS, RMP officers’ integrity level positive relationship 
between independent variables, namely leadership quality, religiosity and job 
satisfaction. From the relationships findings, leadership quality is indicated as Beta=-
0.029, p=0.771>0.05 and job satisfaction Beta value =-0.259 and p=0.053>0.05. These 
showed that religiosity Beta value of 0.679 compared to the rest of the dimensions 
which further tell us that the most significant dimension to integrity behaviours among 
all three (3) independent variables.    
5.3 Implication of the Study 
The results of this research are likely to have important implications for practitioners.  
The significant of relationships identified during this study can help JIPS (RMP) 
management to understand reasons police officers are ethical or unethical at work.  A 
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critical role that RMP is to provide a training, motivation courses to boost the quality 
values with high integrity among the police officers. 
 
The respondents selected were the Senior Police Officer, Junior Police Officer and 
General Officer. The Integrity Compliance Department (JIPS) was selected in this 
study since this department was directly related to all respondents in Royal Malaysia 
Police. The hardcopy survey questionnaires had been distributed through JIPS 
Training Unit by hand. The officer had assisted the researcher to distribute the 
questionnaires to the targeted respondents. The information obtained was based on 
self-reports as this is believed to be a reliable source of information (Merzoff, 1987). 
5.4 Recommendations 
Based on the conclusion discussed above, following are the implication of the study 
and recommendations proposed to further stabilize officers’ integrity behaviour: 
 
a. From the presented data, RMP still has a long and far journey onto having all 
officers with excellent level of integrity. It is because there is none of officers at 
excellent integrity behaviour. Meanwhile, the total officers at good level of 
integrity are still small. Therefore, RMP must strategize plans and approaches 
that lead to increase officers’ integrity level not only in JIPS, but across all 
departments. RMP need to create an ideal integrity work culture in the workplace 
comprehensively. 
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b. However, RMP still has space on improving and stabilizing the officers’ 
integrity. It is because there is a strong basis and potentially high factors that 
could influenced its current integrity. Following are some suggestions that 
researcher proposed to improve RMP officers’ integrity behaviour: 
 
i.  Create mentor-mentee system which providing immediate supervisor 
a coach / counsellor / mentor / facilitator; 
 
ii. Legislate training programmes that include leading to accentuate 
officers’ credibility in increasing their integrity behaviour. Special 
attention should be given to the lowest level in all three variables. To 
be excelled in integrity, all variables should be in excellent level. It is 
because this integrity model is a combination of all important values 
that need to be discussed on integrity. Therefore, RMP should expand 
its integrity training programs not only on the investigation officers, but 
also to all civilian officers in the organization. Among self-development 
course that need to be prioritized is ego management. It is needed on 
instilling integrity value thoroughly - mentally, physically and 
professionally. 
 
iii. Legislate training programmes that include leading to accentuate 
officers’ credibility in increasing their integrity behaviour. Special 
attention should be given to the lowest level in all three variables. 
 
iv. Provide space and opportunity on increasing self- development and 
integrity value to a higher level. This recommendation should be done 
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especially for young officers. It is important for future leadership 
quality improvement and continuity. 
 
v. Provide space and opportunity on increasing self- development and 
integrity value to a higher level. This recommendation should be done 
especially for young officers. It is important for future leadership 
quality improvement and continuity. 
 
c. In addition to the recommendations above, longitudinal study need to be handled 
with the same instrument that will identify gaps that need to be overcome in the 
effort of increasing RMP officer’s integrity behaviour. This study also could be 
replicated in other enforcement agencies to find the non-enforcement officers’ 
integrity. 
5.5 Conclusions 
This study creates new findings in RMP integrity behaviour especially as the 
uniformed officers. It is because their integrity values have not been evaluated before. 
Four research questions and four research objectives have been answered and proven. 
The role of integrity in society is central to this study; but progressing from them to 
establish guidelines for good governance is challenging in a field of contested 
concepts, disparate theoretical approaches and unsettling questions (Trezise, 1996). 
Thus, many commentators advocate a more central role for HR specialists in strategy 
formulation (Woodd, 1997). They claim that any integrity study will result in greater 
organization concern for environmental impact and for implications for employees and 
wider stakeholders. Therefore, it is obviously clear that there are factors that 
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influencing integrity values, in RMP environment and situation – religiosity, job 
satisfaction, and leadership quality - could impact the integrity level. 
 
“The ability to say (at the end of the day) that, “I did my best, and I did it with 
honesty and integrity,” provides confirmation of one’s commitment to excellence of 
character and to honoring the public trust”. 
 
“Police integrity implies that officers maintain a set of personal and professional 
standards that places them above compromise; that guarantees their commitment to 
honor, trust, and fairness; and that places duty and public service above personal gain.” 
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